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INTRODUCTION 
Organizational Change 
A change has been a topic of interest and debates of philosophers, thinkers, 
sociologist, dramatists, scientists, etc.In other words it has attracted the attention of all 
ages at all times. For centuries. Philosophers struggled with the definitions of change 
though obviously not with the business organizations. 
Change represents a challenge to all societies at all times. Nearly 2500 years 
ago, the Greek philosopher Heraclitus wrote that, "you cannot dip your toes into the 
same river twice" because river continuously flows and changes. Change has always 
been a part of human conditions. 
In today's business world, any organization that isn't continually developing, 
acquiring or adapting to new changes will likely to be out of business in few years. 
Because, change rather than stability is the norm today. To survive and expand, 
organizations must quickly adapt to changes in their environment. If organizations do 
not change, they lose their ability to compete. When the environment changes and the 
position originally filled by the organization either becomes unimportant or is 
superseded, the organization must change or die.Over the past few decades, 
organizations throughout the world have faced the need to make radical changes in 
strategy, structure and management process to adapt to new competitive demands. 
Change is quite inevitable due to tremendous foreseen internal and external 
environmental pressure. It compares the organization before and after the situation in 
order to stop one thing and start a new thing. In order to know the correct meaning of 
change we must define it, by dictionary meaning change means, "substitution of one 
thing with the other or replacement of one with the other". 
According to the Chambers dictionary- Change means to "alter, or to make 
different, to make or to pass from one state to another, to exchange". 
Richard Beckhard (1969) defined organizational change as "an effort planned 
organization-wide and managed from top to increase organizational effectiveness and 
health through planned interventions in the organization, using behavioural science 
knowledge". 
Gordon Lippit (1969) conceived organizational change as the "strengthening 
of those human processes in organizations which improve the functioning of its 
objectiveness". 
Warner Burke and Harvey A.Homstein (1972) defined organizational change 
as "a process of planned change of an organization which avoids an examination of 
social process". 
Chattopadhyay and Pareek (1982) described organizational change as "a 
relatively enduring alteration of the present state of an organization on its components 
and functions in totality and partially in order to obtain greater viability in the context 
of the present and anticipated future environment". 
Huber,et.al. (1993) defined organizational change as "Change that involves 
differences in how an organization functions, who its members and leaders are. what 
form it takes, and how it allocates resources". 
Stephen P. Robbins (1994) said that the need for organizational change is 
created by "the changing nature of the work force, technology, economic shocks, the 
new world politics and the changing nature of competition". 
Van de Ven Poole (1995) defined change as a "'difference in organizational 
form, quality, or state". 
Daft (1995) opined that organizational change is "the adaptation of a new idea 
or a behaviour by an organization". 
Barnett and Carroll (1995) defined organizational change as "transformation 
of an organization between two points in time". 
Organizational change can be defined "as any structural, strategic, cultural, 
human or technological transformation, capable of generating impact in an 
organization". (Wood, 2000) 
Greenberg and Baron (2002) said that "any planned or unplanned 
transformation in the structure, technology, or people of an organization is termed as 
organizational change". 
Change is concerned with "shifting from one stage to another or breaks down 
existing structures and create new one". (Chonko, 2004). 
The concept of organizational change overlaps with a few other concepts 
which also aim to improve the performance and effectiveness of organization such as 
organizational growth, organizational development and organizational renewal. 
Beckard (1969) defined organizational development as "an effort planned, 
organization- wide and managed from the top to increase organizational effectiveness 
and health through planned interventions in the organization, using behavioural 
science knowledge". 
Peter Vail (1989) believes that the genius of organizational development is its 
focus on organizational process. He views organizational development as "a process 
for improving organizational processes". 
Porras and Roberston (1992) said that organizational development is a set of 
behavioural science based theories, values, strategies and techniques aimed at the 
planned change of organizational work setting for the purpose of enhancing individual 
development and improving organization's performance through the alteration of 
organizational members on the job behaviours. 
Burke (1994) defined organizational development as "a planned process of 
change in an organization's culture through the utilization of behavioural science 
technologies, research and theory". 
Wendell L.French (1998) defined organizational development as 
"organizational development is a process in the sense that a process is an identifiable 
flow of interrelated events moving over time towards some goal or end". 
Whereas organizational growth is a concept that describes organization as 
complex organisms having a life cycle with stages of development, commencing with 
birth and progressing through survival to later stages of maturity. 
From the above definition and discussion it is clear that organizational 
development is planned change in an organization context. The development of 
models of planned change facilitated the development of organizational development. 
The theme of planned change began to take form in the late 40's and 50's as several 
scholars argued that the fundamental problem of organizational change per se. Kurt 
Lewin is credited with introducing this theme with a powerful model of unfreezing, 
changing and refreezing, which would be discussed later in this chapter. 
In the history of organizational development, change has been thought of as an 
important and dominant factor in the development of organization. Change happens 
too frequently today, that it seems that one change is not complete before another is 
being launched. Change is everywhere, change will be the one of the few constants 
during the end of this century and into the next, the pace of change has primarily been 
increased with the increasing challenges such as competition, development, general 
instability, mergers and reengineering of work process. Such challenges emerged 
rapidly during the emergence of global economy in the late 1980's and 1990's, and 
advancement of technology and communication networking system (Bemerth, 2004) 
Ralph Kilman, Covin (1988) and others have identified ten features of 
organizational transformation. 
1. It is a response to environmental and technological change. 
2. It provides a new model of organization for the future by creating a new vision. 
3. It is based on dissatisfaction with the old and belief in the new. 
4. It is qualitatively different way of perceiving, thinking and behaving. 
5. It represents system-wide or organization -wide change. 
6. It requires the top management leadership. 
7. It is ongoing forever. 
8. It is orchestrated by internal and external experts. 
9. It represents the leading edge of knowledge about organizational change. 
10. It generates more open communication and feedback throughout the organization. 
Forces for Change 
The organizational environment is constantly changing, and an organization 
must adapt to these changes in order to survive (C. Argyris et. al, 1985). There are 
many forces in the environment that have an impact on the organization and that 
recognizing the nature of these forces is one of a manager's most important task 
(R.M. Kanter, 1984). If mangers are slow to respond to competitive, economic, 
political, global, and other forces, the organization will lag behind its competitors and 
its effectiveness will be compromised. 
Listed below are the most important forces for change that confront an organization 
and its managers: 
1. Competitive forces - Organizations are constantly striving to achieve a competitive 
advantage. Competition is a force for change because unless an organization matches 
or surpasses its competitors in efficiency, quality or its capability to innovate new or 
improved goods or services it will not survive. 
2. Economic, Political and Global forces - These forces continually affect 
organizations and compel them to change how and where they produce goods and 
services. Economic and Political unions among countries are becoming increasingly 
important forces for change (C.W.L.Hill, 1994). 
3. Demographic and Social forces - Managing a diverse work force is one of the 
biggest challenges to confront organizations in 2000 and beyond (D Jamieoson & 
J.O'Mara, 1991). Changes in the composition of the workforce and the increasing 
diversity of employees have presented organizations with many challenges and 
opportunities. Increasingly, changes in the demographic characteristic of the work 
force have led managers to change their styles of managing employees and to learn 
how to understand, supervise and motivate diverse members effectively. 
4. Ethical Forces - It is also important for an organization to take steps to promote 
ethical behaviour in the face of increasing government, political and social demands 
for more responsible and honest corporate behaviour (W.H.Shaw & V. Barry. 1995). 
Many organizations need to make changes to allow managers and workers at all levels 
to report unethical behaviour so that an organization can move quickly to eliminate 
such behavior and protect the general interests of its members and customers. 
Responses to Change 
The responses to change depend upon the employees' perception about the 
change, different individuals differ in their attitudes and hence, the perceptions 
towards change. Therefore, one important task of the management of an organization 
is to understand and create a positive attitude among employees regarding change. 
According to Elizure and Guttman (1976), attitudes towards change in general consist 
of a person's cognition about change, affective reactions to change, and behavioural 
tendency to change. Researchers have, identified various employees' responses to an 
organizational change ranging from strong positive attitudes (i.e. "this change is 
essential for the organization to succeed".) to strong negative attitudes (i.e. "this 
change could ruin the company"). 
Therefore change can be received with excitement and happiness or anger and 
fear while employees' response to it may range from positive intentions to support the 
change, to negative intentions to oppose it. Positive attitudes to change were found to 
be vital in achieving organizational goals and in succeeding in change programmes 
(Eby et al., 2000). 
Employees' attitudes toward change can impact their morale, productivity and 
turnover intentions (lacovini, 1993). Many studies suggested that organizational 
change efforts can be very stressful experiences for individual (Elrod and Tippett. 
2002, Grant, 1996). More specifically, they noted that there are many emotional states 
that a person can experience during change processes, which are equilibrium, denial, 
anger, bargaining, depression, resignation, openness, readiness and re-emergence 
(Perlman and Takacs. 1990). 
Schabracq and Cooper (1998) believe that due to change in organization 
employees' positions and technical skills are changed or altered, and when employees 
fail to make necessary technical adjustments, a sense of uncertainty arises about the 
future, which, in turn, creates stress. This uncertainty can affect employees' work 
commitment and job satisfaction.MC Hugh (1993), Change will be a stressful 
experience. Stress caused by organizational change will result in creating negative 
attitudes toward change, and therefore stress will become an inhibitor to change. 
Literature reveals that change is a source of feeling of threats, anxiet\. 
uncertainty, frustration and alienation (Ashford, 1988). Change in an organization will 
produce some uncertainty, frustration, and anxiety among employees that will have 
long-term effects on employees' attitude and psychology. Hui and Lee (2000) found 
that the expectation of changes led employees to experience psychological uncertainty 
about the potential loss of current position, unemployment, role pressure, and 
reduction of available resources. Employees may also lose trust in the organization as 
a whole.Thus it is imperative to know the employees perception regarding the change 
before initiating change process. Many researchers like Eby et al., (2000) focused on 
employee's attitudes and behaviours to effective change programs. In this regards, 
Desplaces (2005) advocated that extent of certain individual and workplace 
characteristics may lead to develop positive attitudes and behaviours for change 
readiness. These factors are associated with personal, social, environmental, cultural 
and organizational services. In this regards, change management agents are soleh 
concerned with the issues how to deal with the employees so that they can activel> 
accept and involve in the change process. 
Furthermore, change that contributes to a "better life" for members of the 
work unit may lead individuals to conclude that organizations hold values and goals 
consistent with their own and is acting in their best interest in making the change. 
Therefore, changes whose outcomes are generally favorable to the unit's members 
should be positively related to individual's commitment to both the change and to the 
organization. 
DIMENSIONS OF CHANGE 
Change is a dynamic process and with change in any one dimensions results in 
compensatory change in other dimensions. Dimensions of organizational change were 
given by Flood in 1995 which was further supported and described by Cao et al in 
2000 according to which organizational change has been classified into four 
dimensions: 
1. Changes in Organizational Process: 
The key issue of change management is to deal with change in organizational 
processes and control over these processes. Organizational process transforms certain 
inputs into outputs of value to customers. It often involves material flow from raw 
material to finished products, cash flow from investments to profits, and human 
resource input. According to Peter in 1994 process change involve operational sub-
processes improvement, intra-process improvement, inter-process relationship 
improvement, process redesign, total process re-conception and technological 
implementation 
2. Changes in organizational functions, their organization, co-ordination and 
control (Structural Change): 
Organizational structure is a formal system of task and authority, relationship 
that control how people co-ordinate their actions and use resources to achieve 
organizational goals. For any organization an appropriate structure is one that 
facilitates effective responses to problems of coordination and motivation. Structural 
strategies attempt to change an organizations design by modifying the lines of 
authority, span of control and arrangement of work functions. When there is change in 
organizational functions then there may be changes in horizontal and vertical 
structures; changes in decision systems and policy, change in resource allocation 
mechanism; and change in the criteria used for recruitment, appraisal, compensation 
and career development. In today's developing societies it is found that organizations 
are changing from rational bureaucratic structures to flexible structures, characterized 
by a flat authority structure. 
3. Changes in Organizational Culture (Changes in Values): 
Change in culture means changes in values, beliefs and human behavior in 
terms of relationships to social rules and practices. An organization's culture is 
shaped by the people inside the organization, by the employment rights given to 
employees and by the type of structure used by the organization. Organization culture 
shapes and controls behaviour of the people within the organization. It is believed that 
"multicultural organization" should be created, thereby encouraging more creativity. 
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better problem -solving and flexible adaptation to change, and keeping the company 
ahead of the competition through mutual learning among organizational members. 
Reed (1992) argues that organizational culture is shaped by organizational politics. 
and will direct long-term structural development. The cultures of organizations that 
provide essentially the same goods and services can be very different for example; 
Coca-Cola and PepsiCo are the two largest and most successful companies in the soft 
drink industry. They sell similar products and face similar environment but they have 
different culture. Coca-Cola takes pride in its long term commitment to employees: its 
loyal managers, many of whom spends their entire career with the organization 
whereas PepsiCo has a highly competitive and political culture in which conflicts over 
decision making causes frequent disputes, and often turnover among top managers. 
4. Changes in power distribution and the way organizational issues are influenced: 
This view sees organizations as union of interest group in tension or a 
particular balance of forces, continually subject to modifications. McHugh (2001) 
suggest that it is important to understand where power comes from and how these 
sources of power can be developed. 
From the above discussion it is clear that change in any one dimension will 
probably result in compensatory change in other dimension .These dimensions are 
interconnected and interacting. For example shifts in the large culture influence 
individuals, who influence organizational culture, which in turn affects organizational 
structure (DeLisi, 1990). 
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Barnett and Carroll (1995) identified two major dimensions relevant to organizational 
change: 
1) The content of change, which relates to differences in the content of a state A 
organization relative to the content associated with a state B firm. State A is 
the current organizational form that a firm occupies, and state B represents an 
alternative organizational form that the firm aspires to be. Both states can be 
described on the basis of their organizational content, namely, their structures, 
relationships, information and production technologies, operational processes 
and routines etc. 
2) The process of change, which focuses on how change occurs, including the 
speed of change, the necessary sequence of activities, supporting internal 
changes, and obstacles confronted. 
Models of Change 
Models and theories depict the important features of some phenomenon, 
describe those features as variables, and specify the relationship among variables. 
Planned change theories are rudimentary as far as explaining relationships among 
variables, but pretty good for identifying the important variables involved. 
Kurt Lewin, a pioneer in the field of social psychology and group dynamics 
identified, change a three phase model Unfreezing, changing/moving, refreezing. Kurt 
Lewin (1951) has applied his theory offeree field analysis to study the process of 
bringing about effective change. 
Lewin's model assumes two obstacles which generally affect the change 
process: 
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(1) Generally individuals experience obstacles to change as they are unable or 
unwilling to alter long established attitude or behaviour for various reasons 
(2) They may try to do things differently but may have the tendency to return to 
traditional ways after a short time. To overcome this problem, Lewin proposed a three 
step sequential model of change process. 
CURRENT 
STATE(A) 
^ 
INTERVENTION 
^ 
DESIRED 
FUTURE 
STATE(B) 
Fig 1.1. Image of change 
According to Lewin, there is a current state (A) and a desired future state (B) 
and through planned interventions, one moves from state A to the most desirable state 
B. 
The first step of change is to unfreeze the present or old behaviour (or 
situation) by creating a perceived need for something new. It is facilitated by 
environmental pressure such as increased competition, declining productivity and 
performance, felt need to improve the style of work, etc. 
The second step, changing or moving involves making the actual changes 
that will move the organization to another level of response- learn new skills. 
practices, changes in reporting relationships, reward systems, etc. This stage involves 
a shift in behaviour of organizations by modifying system, process, technology and 
people. 
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The final stage of the change process, refreezing, involves stabilizing and 
integrating change by reinforcing new behaviours and integrating them into formal 
and interpersonal relationships and in one's personality. 
Lewin's model provides a general frame work for understanding the 
organizational change. At the later stage, the model has been modified by Lippitt et al. 
(1958), they expanded the three stage model into a seven stage model of planned 
change. Their seven stages are as follows: 
1. Developing a need for change. This is similar to Lewin's unfreezing phase, 
2. Establishing a change relationship. 
3. Clarifying or diagnosing the client system's problem. 
4. Examining alternative routes and goals. 
5. Transforming intentions into actual change efforts. 
6. Generalizing and stabilizing change. 
7. Achieving a terminal relationship that is, terminating the client-consultant 
relationship. 
The first three steps represent the unfreezing step, the fourth and fifth steps 
represent the moving stage, sixth and seventh step represent the refreezing stage. 
Tichy and Devanna (1986) described change as three act drama: 
Act I - Awakening organizations to the need for change. The goal is to arouse 
emotional energy of the entire organization. The process destroys what is familiar. 
Act 11 - Mobilizing organization to create a blue print for the future, as old ways are 
swept away and people begin to recognize the need for something new. Leader 
articulates a vision and communication becomes critical. 
14 
Act III - Reinforcing concerns for creation of structures to institutionalize the 
organization vision. New practices are created to embody the new ideas and over a 
period of time, tliese practices influence the way employees think and behave. 
According to Nicklos (2004) to manage change effectively, the following sets 
of skills are required: political skills, analytical skills, people skills, system skills. 
business skills. 
The past few decades have been seen increasingly rapid advances in the field 
of change management and mainly focused on the issues of effective and successful 
implementation of changes (Madeson et al., 2005).Indeed, change requires proper 
handling the situation because of human involvement that can develop uncertainties 
and ambiguities due to diverting situation from known to unknown and individual 
difference in their life. Organizational change programs cannot be assumed or become 
automatic but requires proper attention (Smith, 2005). 
In summary, organizational change should be seen as a dynamic process 
concerned with the management of diversity of approaches to continually changing 
problem contexts. Gluskinos (1987) suggests that management of strategic change in 
organizations requires diagnosis of three sub systems: The technical, political, culture. 
In his study he demonstrates the impact of introducing common management 
techniques such as M.B.O (Management By Objectives), Performance Appraisal and 
reward systems on the political and cultural sub- systems of the organizations. 
15 
Work Commitment 
Work commitment is one of the widely researched areas among researchers, 
psychologists and human resource management practioners. In the present modern 
world the major concern of management is to utilize the maximum human resource to 
enhance quality of skills, quality of life and subsequently organizational commitment 
and other work related attitude and behavior. In this modem era work commitment is 
being viewed as an important aspect for determining employees' productivitx. 
efficiency because perception of work commitment has been regarded as an important 
construct in understanding the work behavior of employees. Various researches 
identify multiple factors affecting organizational commitment among employees. 
Work commitment has been defined and measured in several different ways and it has 
been related with many job related variables. 
Work commitment is defined as 
(1) A strong desire to remain a member of a particular organization; 
(2) A willingness to exert high levels of efforts on behalf of the organization; 
(3) A definite in, and acceptance of, the values and the goals of the organization. 
In other words, this is an attitude reflecting employees' loyalty to their 
organization and is an ongoing process through which organizational participants 
express their concern for the organization and its continued success and wellbeing. 
Commitment refers to individual's attraction and attachment with the work in an 
organization. 
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Whyte (1956) a social anthropologists proposed the concept of "the 
organization man" a person who not only works for the organization but also has a 
sense of organizational belongingness. This concept received wide publicity in the 
field of organizational behaviour. In almost the same line Lawrence (1958) asserted 
"ideally we would want one sentiment to be dominant in all employees from top to 
bottom, namely a complete loyalty to the organization purpose". 
Organizational commitment refers to the nature of an individual's relationship 
to an organization such that highly committed individual will indicate 
a) A strong desire to remain a member of the organization 
b) A willingness to exert high levels of efforts on behalf of the organization and 
c) A definite belief in an acceptance of the values and goals of the organization 
(Mowday et al., 1982; Steers, 1977). 
Rechiers (1986) opined organizational commitment as a process of 
identification with the goals of organizations multiple constituencies and these 
constituencies includes from top management to the public at large. 
O'Reilly and Chatman (1986) contends to the fact that employees" 
psychological attachment to an organization can reflect varying combination of the 
three psychological foundations like compliance that occurs when attitudes and 
behaviours are adopted not because of shared beliefs but simply to gain specific 
rewards, whereas identification occurs when individuals accept influence to establish 
or maintain satisfying relationships, that is, an individual may feel proud to be a part 
of group respecting its values and accomplishments without adopting them his / her 
own. Internalization occurs when influence is accepted because of induced attitude 
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and behaviour that are congruent with one's own values, that is the values of the 
group or organization are same, the impact of O'Reilly and Chatman (1986) 
classification system has been found weakened as they failed in distinguishing 
between identification and internalization items to form a measure of what they called 
normative commitment. 
According to Meyer & Allen (1991) organizational commitment can take three 
distinct forms, namely affective, continuance and normative commitment. 
1) Affective commitment refers to identification with, involvement in, and emotional 
attachment to the organization, in the sense that employees with strong affective 
commitment remain with the organization because they want to do so. Porter et al. 
(1974) categorize the affective commitment in the following types; 
(a) Acceptance of the organization's goal and values. 
(b) A willingness to focus efforts to achieve the organization's desired outcome. 
(c) A willingness to maintain organization's membership. 
2) Continuance commitment refers to commitment based on employees' recognition 
of the costs associated with leaving the organization. Thus, employees with strong 
continuance commitment remain with the organization because they have to do so. 
either because of low perceived alternatives or because of high personal sacrifice 
associated with leaving the organization. 
3) Normative commitment refers to the commitment based on a sense of obligation 
to the organization. Weiner (1982) has discussed that normative commitment is the 
generalized value of loyalty and duty. Those with strong normative commitment 
remain with the organization because they feel they ought to do so. It could be argued 
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that employees with strong affective commitment would be more willing to accept 
change, provided that such a change is not altering the basic values and goals of the 
organization, and is seen as beneficial to the organization, since organizational 
commitment reflects a belief in the values and goals of the organization. 
Sharma and Singh (1991) describes that organizational commitment is the 
product of two independent sets of factors viz., personal and organizational which 
simultaneously operate in every organization. 
Brown (1996) studied popular concepts and types of organizational 
commitment in the light of the definition of commitment and common factors that 
pertain to all types of commitment. Commitment is best conceptualized as a single, 
fundamental construct that may vary according to differences in focus, terms, and 
time specific- evaluation. The commitment development process not only affects 
focus and terms of commitment, but also has strong implication for the evaluation 
process, analysis of affective commitment measures indicates that certain measures 
contain more than one constraints to the basic meaning of commitment. 
Recommendation for evaluation of organizational commitment, include the argument 
that commitment measures should address one set of terms and avoid evaluative 
phraseology. 
According to Suliman and lies (2000a), the following are the important 
aspects of organizational commitment: it improves employees performance, that is. 
committed employees are assumed to be motivated to work hard and put in more, 
efforts than less committed employees; it fosters better superior-subordinate 
relationships; it enhances organizational development, growth and survival; it 
negatively influences withdrawal behaviour, such as turnover, tardiness and 
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absenteeism: and it has a positive impact on employees' readiness to innovate and 
create. Commitment is usually stronger among longer tenti employees, those who 
have experienced personal success in the organization and those working within a 
committed employee group. Organizationally committed employees will usually have 
good attendance record, demonstrate a willing adherence to company policies, and 
have lower turnover rates. 
Meyer & Herscovitch (2001) defined commitment as follows: "commitment is 
a force that binds an individual to a course of action that is of relevance to a particular 
target". 
According to Cartwright and Cooper (2002) commitment of the employee to 
the organization implies expectations of the organization that its employees will do 
their job to the best of their ability and that they will be loyal and dedicated to the 
organization. 
While surveying the concept of commitment, it has been noticed that 
commitment is multidimensional construct and this term has been defined in many 
ways due to the flexibility given for the use of the term. Commitment is a general 
term whicii in work context refers to either organizational commitment or work 
commitment where earlier concept is used in broader sense and in meaning and the 
later refers to specific commitment which is known as work commitment, though 
these two are generally interchangeably used. 
it is significant to point out here that work commitment is one of the construct 
of organizational commitment as Morrow (1983) enumerated organizational 
commitment as a construct, was potentially redundant with other work commitment 
constructs such as job involvement (Kanungo, 1982; Lodahl & Kejner, 1965). work 
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ethic (Blood. 1969; Mirels & Garrett, 1971) and career commitment (Blau,1985). 
Furthermore, Morrow and Mc Elory (1993) suggested that organizational 
commitment is the most naturally developed aspects of work commitment family of 
constructs. In spite of such controversies, it is important to point out here that in this 
large investigation work commitment is used which in itself bears the notion of 
organizational commitment as these two terms are so interdependent where one 
cannot be explained by overlooking the others. So, in this investigation work 
commitment combines the notion of organizational commitment. 
Outcomes of Work Commitment: 
Literature shows that employees' attachment, identification and involvement 
depend upon the outcomes such as pay, promotion, appraisal, and satisfaction that can 
refer to one's motivation to work in a chosen vocation (Judge et al., 1995).Steers 
(1977) proposed the model in which it was expected that commitment would lead to 
at least four different effectiveness related outcomes. First, employees who were truly 
committed to the values and goals of the organization would be more likely to exhibit 
high level of participation in organizational activities. It will lower the employees" 
absenteeism. Second, highly committed employees would have a stronger desire to 
remain with their organization so as to contribute to the attainment of its goals. Third. 
because of their increased identification with and belief in the organizational 
objectives. It is likely that such committed individuals will become involved in their 
jobs. Finally, highly committed employees would be willing to expend considerable 
efforts on the behalf of the organization. 
Batenman and Strasser (1984) concluded that organizational commitment was 
an important antecedent of job satisfaction. Committed individuals showed high level 
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of job satisfaction. Begley and Czajka (1993) got interesting Pndings. They found that 
highly committed employees felt the effect of stress more than did the less committed 
employees. Authors concluded that highly committed employees take organizational 
problems more personal and feel deeply disturbed by them. Thus they have more 
negative outcomes. Meyer et al. (1993) found that organizational commitment led to 
low personnel turnover and low job satisfaction. 
According to Weiner and Vardi (1980) a committed individual retains 
membership in the organization and exerts high degree of effort not because he has 
figured out that doing so is to his personal benefits but because he believes that "he 
should" behave in this way since this is the right and expected behaviour. They found 
that organizational commitment has been used as a criterion of organization 
effectiveness. 
Employees with the high commitment usually go on work in time and are 
motivated to put more efforts but individuals having low level of commitment are 
least motivated. Least motivated individuals try to give excuses like illness or 
transportation problem but highly motivated employees cannot think of it to be late or 
absent from work. Individuals having high level of job involvement and commitment 
have fewer excuses as compared to those individuals who have low level of 
commitment and involvement (Blau, 1986; Blau &Boal, 1987). 
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Significance of the Study 
The importance of any study has its utility and practicability in the life of 
human being. The present investigation will help to visualize various dimensions of 
organizational change and its impact on work commitment of employees. Now a days. 
organizational changes of increasing frequency and severity has become the norm. so. 
improving our understanding of reactions to such changes becomes increasingly 
important. By identifying the relationships of independent (organizational change) 
and dependent (work commitment) variables, the managers and the organization can 
better understand the process of change and find ways to enhance staff of the 
organization, improve employee performance and plan better policies etc. The present 
investigation would help the organization development specialist, H.R practioners in 
better understanding of the organizational change and its impact to meet the 
organization goals and values. 
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Review of Literature 
Organizational change: 
This chapter provides an overview of the research conducted in the area of 
organizational change in recent times. The focus is on presenting studies that have 
researched the human factors influencing change such as change readiness and 
resistance, the change implementation process, and the influence of organizational 
culture on the change implementation. 
Likert (1961) has pointed out that supportive environment is much more 
conducive to change because employees working in such organizations believe that 
their personal worth and importance are maintained, 
Kumar and Dwivedi (1988) investigated the effect of organizational climate 
on attitude toward change. Results show that the organizational climate was 
significant predictor of acceptance of change. 
Edwards and Kleiner (1988) have concluded that the strategy for carrying out 
change depends on the type of corporate culture that exists within the organization, 
the stage in the organizations development, and the type of change desired. 
Mckinlay & Starkey (1988) examined the importance of work organization in 
terms of the impetus, dynamics, and impact of pervasive change process in securing 
competitive advantages in uncertain market environments, using three contrasting 
organizations. An international competition, especially the decline and fragmentation 
of previously stable mass markets, has been the prime mover of contemporary 
organizational innovations. It is concluded that significant business turnarounds were 
achieved by 3 companies because strategic choice, work organization, company 
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culture and organizational realignment were conceived of and operationalized as 
complimentary elements of their competitive strategy. 
Ashford et al. (1989) stated that when an organization is experiencing 
organizational change, such as re-structuring, downsizing, or merging, it will cause 
employees the feeling of anxiety, stress, and insecurity, and resulting impact on 
employees' productivity, satisfaction, and commitment towards the organization. 
Covin and Kilmann (1990) studied the ultimate success of large scale change 
programmes. Content analysis revealed that positive impact issues included visible 
management support and commitment, employee participation and communication. 
Negative impact issues included inconsistency among key managers, managers 
forcing changes and poor communication. 
Collins, Hatcher and Ross (1993) found that participation, identity, co-
operation and expected plan support were significant for organizational change among 
union based organization. 
Click et al. (1995) argued that the more infrequently change occurs the more 
likely it is to be perceived as a discrete event and employees will be able to identify a 
clear beginning and end point of change. In contrast, when changes are frequent, 
organizational members are less likely to perceive change as a discrete event and are 
likely to feel that change is highly unpredictable. When change occurs very 
frequently, individuals are likely to feel fatigued by change and experience an 
increase in anxiety due to the unpredictability of change in that setting. 
Armenakis and Fredenberger (1997) conducted a study on "organizational 
change readiness practice of business turnaround change agents" wherein they 
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investigated 145 business turnaround agents to determine (a) the period of time 
expected to improve tiie performance of failing companies; (b) the extent of fear of 
job loss and resistance to change by managers in these companies; and (c) the 
readiness practices employed in preparing managers for organizational changes. The 
method of collecting data was a questionnaire containing items from change literature 
and from publications on corporate turnarounds. The results indicated that 91 % of the 
change agents reported that managers were fearful of losing their job and about two 
thirds indicated target group resisted organizational change. Their research suggests 
that change creates uncertainty, and the general reaction of the people is to react 
cautiously, translated as resistance. This attitude must be dealt directly by convincing 
the target group members, that changes are necessary and getting their heart and soul 
involved in the change initiative to make it successful. 
Singh and Ray (2000) studied the impact of downsizing on the surviving 
employees in India. Questionnaires were used for the data collection, and a total of 
150 responses were obtained from production employees of five organizations, two 
from the public sector and three from the private sector. The respondents included 
workers, supervisors as well as representatives of management in the age group of 30 
to 45 years. The questionnaire measured the impact of downsizing on the survivors in 
terms of elation with co-workers, motivation, job security and relation with superiors. 
They found that job security decreased for the majority of survivors, motivation 
increased or largely remained the same, relations with supervisors increased or 
remained the same, and relation with co-workers deteriorated for a majority of the 
survivors. 
Paul Bate (2003) conducted a two year long ethnographic study, of a large 
scale change programme within hospitals in UK where they struggled to transform 
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themselves from a rigid hierarchy to a more flexible community. The programme was 
envisaged as going beyond the structures, systems and processes to "create a new 
culture for the hospital". 
Griffm et al. (2004) conducted a study to explore whether organizational 
change had differential effects on perceptions of group leadership and group morale, 
depending on the source of the change activity. The sources of change were leaders 
outside the work group, leaders within the work group, and employees within the 
work group. Data on work group leadership and morale was collected in two waves of 
an employee survey, and data on change activities were collected in the second wave 
of the survey. When leaders outside of a work group initiated change, employees 
reported more negative perceptions of their work group leader. However, when the 
work group leader initiated change, perceptions of that leader tended to be more 
positive. Finally, change activities initiated by group members did not influence 
perceptions of work group leadership, but were associated with improved work group 
morale. 
Lines (2004) found that allowing employees to participate in making decisions 
related to a change initiative has a positive impact on the overall success of the 
change. 
Maria Vakola and loannis Nikolaou (2005) conducted a study to explore the 
linkage between employees' attitudes towards organizational change and two of the 
most significant constructs in organizational behavior; occupational stress and 
organizational commitment. A total of 292 participants were used. The results showed 
negative correlations between occupational stressors and attitudes to change. 
indicating that highly stressed individuals demonstrate decreased commitment and 
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increased reluctant to accept organizational change interventions. The most significant 
impact on attitudes to change was coming from bad work relationships emphasizing 
the importance of occupational stressor on employees' attitudes towards change. The 
results did not support the role of organizational commitment as a moderator in the 
relationship between occupational stress and attitudes to change. 
Kiefer, Tina (2005) studied antecedents and consequences of negative 
emotions in ongoing change. Three main antecedents to negative emotions in ongoing 
change are proposed: perceptions of inadequate working conditions, perceptions of 
inadequate treatment. Two outcome variables are identified: trust in the organization 
and withdrawal from the organization. The model is tested with cross-sectional and 
follow up data from a field study. Regression and path analysis revealed that: (a) 
Ongoing changes are associated with negative emotions (b) This relationship between 
ongoing changes and emotions is mediated by the three proposed antecedents; and (c) 
negative emotions predict employee lack of trust and employee withdrawal, both 
immediately and one month later. 
Schraeder et al. (2006) examined employee involvement, attitudes and 
employee reactions to specific technological changes and the job related attitudes of 
these employees. Results of this longitudinal study indicate that individuals involved 
in making decisions related to the technology changes reacted more positively to the 
changes than individuals with low level of involvement. Further, the resuhs indicate 
that individuals with higher pre-change levels of role ambiguity reacted more 
negatively to the technology changes. 
Osman Gani (2006) investigated the human resource development practices of 
organization in Singapore, where companies are continuously responding to rapid 
technoiogical changes in order to remain competitive. The result show similar pattern 
of responses across business sector; however some differences were found in the 
transport and communications sector. On the job Training was reported as the most 
frequently used training method to address organizational change needs. 
Fedor, Caldwell and Herold (2006) investigated how organization al changes 
in 32 different organizations (public and private) affected individual's commitment to 
specific changes and their broader commitment to the organization. The results 
indicate that both type of commitment may be best understood in terms of a 3-way 
interaction between the overall favorableness (positive/negative) of the change for the 
work unit members, the extent of the change in the work unit, and the impact of the 
change process was found to interact with the effects of work unit change on 
organizational commitment. 
Rafferty and Griffin (2006) conducted a study on perceptions of organizational 
change: A stress coping perspective. The authors identified three distinct change 
characteristics: the frequency, impact and planning of change. R.S. Lazarus and S. 
Folkman's (1984) cognitive phenomenological model of stress and coping was used 
to propose ways that these change characteristics influence individuals" appraisal of 
the uncertainty associated with change, and, ultimately, job satisfaction and turnover 
intentions. Results of a repeated cross-sectional study indicated that while the three 
change perceptions were moderately to strongly inter-correlated, the change 
perceptions displayed differential relationships with outcomes. Findings also show 
that the planning of change was indirectly positively related to job satisfaction and 
indirectly negatively related to turnover intentions. 
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Smith (2008) conducted a study to examine the impact of structural change 
(structural empowerment) on project managers organizational commitment. The 
sample consists of 79 project managers .Findings of the study indicate that 
empowered project managers exhibit a strong commitment to organization. 
Woods (2009) studied organization change: Its impact on identitv. 
commitment, interorganizational perceptions and behavior. A mixed-method study 
was designed to measure the effect of organizational changes in professional militar\ 
education had on identity, commitment, interorganizational perceptions and behavior 
of the resident students. The study found that while changes in identity and 
interorganizational perceptions were malleable, changes in commitment were more 
stable and less adaptable in response to organizational change. 
Work commitment 
Steers (1977) used two different samples of hospital employees and 
scientists/engineers, and demonstrated that work experience was a strong correlate of 
organizational commitment. Six antecedent variables (need for achievement, group 
attitude towards organization, organizational dependability, education, personal 
importance and task identity) were significantly and positively associated with 
commitment in both the samples (with the exception of education which was 
negatively related). Another four variables that were significantly related to 
commitment only in the hospital sample but not in the scientists and engineers sample 
were opportunities for optimal interaction, age, expectations and feedback. Moreover, 
commitment was found to be related to both desire and intent to remain with the 
organization. It was also found that commitment was related to attendance for the 
scientist and engineer's groups but not for the hospital employees. An inverse 
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relationship was noted between organizational commitment and turn over in thie 
hospital sample, which indicated that with higher commitment among employees 
there will be lower rates of turnover. 
Richard (1977) conducted a research and found that demographical factors 
like, job characteristics and job experience influenced level of organizational 
commitment of employees. 
Angel and Perry (1981) investigated the relationship between organizational 
commitment and organizational effectiveness. It was noted that for the workers" 
sample, the relationship between organizational commitment and organizational 
effectiveness (measured through organizational adaptability) was significant, but this 
did not hold for the managerial group. Neither absenteeism nor operating expenses 
(used as a measure of organizational effectiveness) showed a significant association 
with commitment. Tardiness was negatively correlated to organizational commitment. 
With respect to job demographics it was demonstrated that age was one of the positive 
correlates of commitment. Education tended to relate negatively with commitment; 
higher education was associated with emphasis on personal growth. It was expected 
that a lower degree of commitment would go hand in hand with higher educational 
levels. No significant difference was noted across racial and ethnic sub-groups, nor 
was a difference noticeable among employees whose income was not the primary 
source of family support. It was also noted that females were more strongly 
committed to their organization than males. 
Johnston et al (1990) conducted a longitudinal study to assess the impact of 
selected organizational influences on sales people's organizational commitment 
during early employment. The study focused on how a change in three key 
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antecedents (leadership behavior, role stress and job satisfaction) influences the 
development of commitment and how changes in commitment, in turn affect, turnover 
intentions and behavior. Resuhs suggest that role stress and job satisfaction (not 
leadership behavior) are significant contributors to the development of organizational 
commitment during early employment. The results also show that organizational 
commitment influences turn over through its significant impact on propensity to 
leave. 
Cannings (1992) reported that corporate employees are merely attached to 
their firm rather than committed. A model of managerial loyalty was developed where 
loyalty was described as a function of percentage pay increase that an employee 
would require to leave the current firm for the alternative employment. This model 
gets strong support in case of turbulent environment (that is during privatization and 
de-regulation). 
Zeffane (1994) examined organizational commitment and perceived 
management style using survey responses from 474 public and 944 private sector 
employees. Attachment to organization, flexibility and adoption, work discontinuity/ 
change, tenure, and number of employees were also assessed. Private sector 
employees had higher organizational commitment and scored higher on flexibility and 
adoption than public sector subjects. Tenure and supervision also had some effect on 
organizational commitment but more so in terms of feelings of attachment to the 
organization (for tenure) and in terms of feeling of loyalty/ citizenship (for 
supervision). Variations in management style were found to have significant effect on 
employee commitment but more so in terms of the degree of emphasis on the 
flexibility and adoption that they perceived. Organization size had a moderate 
negative effect on organizational commitment especially in the private sector. 
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Lahiry's study (1994) of a large public sector undertaking attempted to 
establish a relationship between organizational culture and the three components of 
organizational commitment, namely affective, continuance and normative 
commitment. It was found that while a high level of continuance commitment may 
keep an employee tied to an organization, it is unlikely to produce a high level of 
performance. 
The study conducted by Wilson (1995) to examine the effects of power and 
politics on organizational commitment. Two theoretical explorations for 
organizational commitment were developed which incorporates independent variables 
(1) a power based theory of commitment ( including sub -unit power, leadership 
power and leadership behavior variables) and (2) theory of politics (including 
"arbitrary personnel practices" and the " political control" variables ).The theories 
were tested on a group of 492 senior executives service managers in the federal 
government who completed commitment scale which measured strength of loyalty, 
involvement and identification with their sub units. Results provide empirical support 
for the effects of the team power, good leader-member relation, and political control 
on the commitment levels of top executives in the federal government. 
Russ and McNeilly (1995) found that gender moderated the connection 
between organizational commitment and turn over intention, and experience and 
performance were found to moderate the connection between job satisfaction 
dimensions and organizational commitment. The moderating effect of gender and 
experience together showed the significant joint effect of both on the connection 
between turnover intention and organizational commitment. 
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Sommer, Bac and Luthans (1996) analyzed whether demographic and 
situational factor identified in US based literature had the same influence on the 
commitment of 1192 employees of 27 large Korean firms. Consistent with US studies. 
the Korean employees' position in the hierarchy, tenure in their current position and 
age were all significantly related to organizational commitment. Total tenure and 
education were not found related to commitment all the situational antecedents, 
except management style were significantly related. It is interestingly observed from 
the study with the increase of organizational size ,commitment decreased whereas the 
structure become more employee oriented, the commitment witnessed to be increased; 
and the more positive perception towards organizational climate, the more the 
commitment. This study provides the beginning evidence and suggested that the 
theoretical constructs predicting the organizational commitment of employees may 
have cross cultural validity. 
Meyer, Irving and Allen in (1998) tested the hypothesis that the influence of 
early work experiences on organization commitment would be moderated by the 
value employees place on these experiences. Work values were measured in 2 
samples of recent university graduates prior to organizational entry, and measures of 
commensurate work experiences and three forms of commitment (affective, 
continuance and normative) on different occasion following entry. Regression 
analysis revealed that values and experiences did interact in the prediction of affective 
commitment and normative commitment but that the nature of interaction was 
different from different work values/experience combinations. The findings provide 
some challenge to the common-sense assumption that positive work experience will 
have the strongest effect on commitment among those who value most such 
experiences. 
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Meyer, John, Natalie (1998) conducted a study on commitment in a clianging 
worid of work. The Canadian workplace is undergoing extensive changes that have 
the potential to alter dramatically the psychological commitments that employees 
experience with regard to their work. The purpose of this article is to examine the 
interplay between the changes and employee commitment. The potential impact of 
these changes on employees' commitment is then discussed with respect to three 
selected themes; changes in the nature of employees' commitment to the organization, 
changes in the focus of employees' commitment and the multiplicity of employers 
and employee relationship within the organization. 
Patel (1999) investigated the impact of age on job involvement and 
organizational commitment of nationalized and Co-operative bank employees in 
India. Results show that younger subjects (aged< 35 years) of both the nationalized 
and co-operative banks exhibited less job involvement and organizational 
commitment than did middle aged (aged 35-45 yrs) and older subjects (aged> 
45yrs).The only significant difference between employees of these two kinds of banks 
were that middle-aged nationalized bank employees showed more commitment than 
middle aged employees of co-operative banks. 
Finegan (2000) investigated the relationship between personal values. 
organizational values and organizational commitment. 121 employees from a large 
petro-chemical company rated 24 values with respect to how important the value was 
to the organization. It was found on the basis of hierarchical multiple regression 
analysis that commitment was predicted by the employees perception of 
organizational values. Furthermore, affective, normative and continuance 
commitment were predicted by different clusters of values. This study also highlights 
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employing organization, job satisfaction, reward inequity and personal investment 
variables (age, tenure, educational attainment). Public managers scored higher on 
perceived job prestige and perceived centralization than did their counterparts in the 
private sector. There were no significant differences in the dimensions of commitment 
to stay, job satisfaction, and perceived inequity between the two sectors. It is 
concluded that one of the powerful antecedents of organizational commitment in the 
public sector is job prestige perceived by public managers. 
Stingl Hamber & Vandenberghe (2003) examines the job attitudes of people 
who hold more than one job satisfaction, stress and organizational (continuance and 
affective) commitment were assessed for both primary and secondary jobs for 83 full-
time workers who held two jobs concurrently. He found that holders of multiple jobs 
had higher satisfaction, higher stress, and higher affective organizational commitment 
with their primary job compared to their secondary jobs. 
Lok & Crawford (2004) conducted a study to examine the effects of 
organizational culture and leadership styles on job satisfaction, and organizational 
commitment in manager. Results showed that innovative and supportive cultures and 
a consideration leadership style had positive effects on both job satisfaction and 
commitment. And it was also found that participant's level of education was found to 
have slightly negative effect on satisfaction and had a slightly positive effect on 
commitment. 
Popoola (2006) conducted a study on personal factors affecting organizational 
commitment of records management personnel in Nigeria state universities. Simple 
cluster sampling used to select 180 records management personnel from the study 
population. The result showed that sex, age, marital status, length of service, and level 
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of education affect the organizational commitment of tfie subjects. This study 
advocated for improved conditions of services to enhance organizational commitment 
of records management personnel in the state universities in Nigeria. 
Cunningham (2006) investigates that (a) the relationship between affective 
commitment to change and turnover intentions was fully mediated by coping with 
change, (b) the relationship between continuance commitment to change and turnover 
intension was only partially mediated by coping with change, and (c) normative 
commitment to change had a direct impact on turnover intentions. Results are 
discussed in terms of implications for managing organizational change. The purpose 
of this study is to integrate and expand this research by examining the relationship 
among commitment to change, coping with change, and turnover intentions. 
Armenio Rego et al., (2008) studied the impact of five dimensions of 
workplace spirituality - team's sense of community, alignment with organizational 
values, sense of contribution to society, enjoyment at work, opportunities for inner 
life on affective, normative and continuance commitment. The findings suggest that 
when people experience workplace spirituality, they feel more affectively attached to 
their organizations, experience a sense of obligation/ loyalty towards them, and feel 
less instrumentally committed. 
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overall job satisfaction and organizational commitment. The impact of job satisfaction 
on organizational commitment is found relatively stronger than that of the work 
motivation on organizational commitment. 
Null Hypotheses 
Ho.l-Structural change -a dimension of organizational change will not significantly 
influence work commitment as a whole or its any dimension of the total sample. 
Ho.2-Structural change -a dimension of organizational change will not significantly 
influence overall work commitment as a whole or its any dimension of the male or 
female group of employees. 
Ho.3-Structural change -a dimension of organizational change will not significantly 
influence overall work commitment as a whole or its any dimension of the employees 
below or above 29 years. 
Ho.4-Technological change-a dimension of organizational change will not 
significantly influence overall work commitment as a whole or its any dimension of 
the total sample. 
Ho.5-Techno!ogical change-a dimension of organizational change will not 
significantly influence overall work commitment as a whole or its any dimension of 
the male or female group of employees. 
Ho.6-TechnologicaI change-a dimension of organizational change will not 
significantly influence overall work commitment as a whole or its any dimension of 
the employees below or above 29 years. 
Ho.7-Cu!tural change -a dimension of organizational change will not significantly 
influence overall work commitment as a whole or its any dimension of the Total 
sample. 
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Ho.8-Cultural Change -a dimension of organizational change will not significantly 
influence overall work commitment as a whole or its any dimension of the male or 
female group of employees. 
Ho.9-Cultural change-a dimension of organizational change will not significantK 
influence overall work commitment as a whole or its any dimension of the employees 
below or above 29 years. 
Ho.lO-Total organizational change will not significantly influence work commitment 
as a whole or its any dimension of the Total sample. 
Ho.ll-Total organizational change will not significantly influence work commitment 
as a whole or its any dimension of male and female group of employees. 
Ho.l2-Total organizational change will not significantly influence work commitment 
as a whole or its any dimension of the employees below or above 29 years. 
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Methodology 
on 
s 
Methodology refers to a systematic step and planning. Scientific investigat 
involves careful and proper adaptation of research design, used to standardized too 
and tests, sampling techniques, sound procedures for collecting data, its careful 
scrutiny and tabulation and then finally application of appropriate statistical 
techniques. Methodology is the key element in carrying out any kind of research. 
Methodology is of a paramount importance in any scientific inquiry, as the validity, 
reliability of the facts primarily depends upon the system of investigation. 
Edwards (1971) believed that "in research we do not haphazardly make 
observations of any and all kinds but rather our attention is directed towards those 
observations that we believe to be relevant to questions we have previously 
formulated". This contention reflects the point that researches should be well planned 
and must be carried out using sound means and techniques for investigations. 
In the light of the above facts and also the nature of the present research 
problem, the following steps were taken for enhancing the efficacy and objectivity of 
the research. 
Sample; 
Mohsin (1984) contested that "sample is a small part of the total existing 
events, objects or the information whereas sampling is a process through which a 
small portion from the population is selected". A sample is any number of persons 
selected to represent the population according to certain rules. A good sample is one 
which is unbiased and true representative of the whole population. 
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Keeping in view the objectives of the present study 151 employees of the 
Godrej InfoTech Limited (IT unit, Delhi) were selected. Godrej InfoTech Ltd. is one 
of the leading companies of Godrej India Limited. Godrej InfoTech Ltd has a pool of 
technical and functional consultants trained in application implementation and 
optimization to help customers get maximum benefits from their IT services. The 
main tasi<:s of Godrej InfoTech Ltd are to provide: 
Database Management Outsourcing (DMO) [Remote DBA] 
Database Resources Management Outsourcing (DRMO) 
Database Project Management Outsourcing (DPMO) 
They have competency to take over complete IT Outsourcing from the clients. 
Company has open culture, flat management and innovative HR practices which help 
them to achieve their vision to 'be a world class provider of high quahty information 
technology solutions'. 
Purposive sampling technique was used in selection of the sample for the 
present study. The sample included 151 employees, out of which 87 males and 64 
female employees were selected. 
Sample Distribution 
Gender 
Age 
Groups 
Male 
Female 
Below 29 year 
Above 29 year 
No. of sample 
87 
64 
70 
81 
Percentage 
(%) 
58% 
42% 
46% 
54% 
Total 
151 
151 
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Table 3.1 shows the demographical characteristics of respondents, 58% of 
respondents were male and 42% of the respondents were females. When respondents 
were divided on the basis of their age, 54% of the respondents were above 29 years of 
age and 46% respondents were less than 29 years of age. 
Tools used: 
In order to achieve the objective of the study the following tools were used in 
the study: 
1- Work-Commitment Scale: 
To understand and measure level of employees' work commitment, a scale 
developed by Shaukat and Ansari (1998) was used. This scale is based on three 
dimensions proposed by Meyer & Allen (1991) viz., 
(i) Affective commitment which involves employee's emotional attachment to 
identification and involvement with organization, 
(ii) Continuance commitment which refers to commitment based on cost that 
employees associate with leaving the organization. 
(iii) Normative commitment that refers to employee's feeling of obligation to 
stay with the organization. 
Based on the afore mentioned three dimensions, they had framed items and 
thereafter proper, editing of items were made. Finally, the scale contained 15 items on 
the pattern of a Likert type scale having 7-point response category ranging from " 1" 
strongly disagree to '7' strongly agree response categories. Split-half reliability r= .80 
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and validity Co-efficient r =.76 are quite high, hence, scale is said to be highly reliable 
and valid. 
2- Organizational Change Measure (OCM): 
A self developed questionnaire was used to measure Organizational Change. 
Items to asses individuals' perception of charige were developed after 
consultation with experts and an extensive literature search. Initially 30 items were 
generated to measure the perception of organizational change. These items were 
concerned with three dimensions of change i.e. structural change, technological 
change, and cultural change. A pilot study was conducted to finalize the reliability of 
the items. After item analysis only 18 items were retained for final composition of 
questionnaire, on the basis of significant item total correlations. Apart from this 
dimension wise item analysis was also done and the results showed significant 
correlations. 
The reliability of the test was determined by Split-half method which has been shown 
in the following table: 
Dimensions 
Structural change 
Technological change 
Cqltutal.^ chtej^ e •; • - l{'g 
Whole test 
r 
.97 
.97 
:^^ 
.99 
Table -Showing Reliability of questionnaire (OCM). 
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Finally, the Scale contained 18 items on the pattern of a Likert type scale 
having five response categories ranging from T strongly disagree, •2" disagree. •?' 
undecided, '4" agree to ' 5 ' strongly agree. Reliability r= .99 and the scale validity was 
confirmed with experts ratings. Panel of four judges finalized the content validity of 
the scale. 
Procedure: 
The study is conducted in Godrej InfoTech Limited (IT unit), located at Delhi. 
Researcher met the HR Managers personally to get their permission for the data 
collection. 151 employees of the I.T unit were selected for the study as sample. The 
investigator gave the instructions related to questionnaire and the employees were 
also instructed to read the instructions of each questionnaire carefully. Participants 
were assured that their responses would be kept confidential and it would be used 
only for research purpose. 
Data Analysis: 
After collecting data, it was tabulated and further analysis was done. For the 
analysis of data selection of suitable statistical method is utmost important. Selection 
of statistical method depends upon the type of data and the design of the proposed 
research. In the present study organizational change is the independent variable and 
work commitment is the dependent variable. Apart from this independent variable, 
other variables have also been taken into consideration such as gender and age. 
Keeping in view the objectives of the present study, the following statistical 
techniques were used to analyze the data: 
45 
1. t-test was used to find out the significance of difference between the groups 
on work commitment and organizational change. 
2. Stepwise Multiple Regression was used to identify the predictors of 
organizational change in total sample, male and female groups of employees and 
employees below and above 29 years of age individually. 
Investigator has used SPSS (Statistical Package of Social Science) 16.00 
version for undertaking "t-test" and "Stepwise Multiple Regression" analyses. 
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Results and Discussion 
The purpose of the present study was to study the impact of dimensions of 
organizational change on woric commitment of employees working in Godrej 
InfoTech Ltd. (Delhi), and in relation with this a number of null hypothesis were 
framed. All the dimensions of organizational change have been studied as 
independent variables and all the dimensions of work commitment as dependent 
variables. Data gathered from employees was analyzed in two phases. In the first 
phase t-test was used to obtain the t values for all the dimensions of independent and 
dependent variables. Total sample was divided into two groups: 
1) Male and female group. 
2) Employees below and above 29 years of age. 
Further in the second phase data obtained from the total sample, male, female, 
employees below and above 29 years of age were analyzed by means of SPSS 
package to explore stepwise multiple regression analyses. 
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Results oft-test: 
Results from t- test analyses are presented in tables given below: 
Table 4.1: Showing the difference between male and female group of employees 
on work commitment. 
Dimensions of 
work commitment 
Affective 
Continuance 
Normative 
Total work 
commitment 
Male 
Mean 
21.91 
25.21 
22.46 
70.57 
SD 
5.45 
4.71 
5.42 
10.02 
Female 
Mean 
19.67 
25.62 
23.11 
68.41 
SD 
3.00 
3.40 
4.04 
7.53 
1 
t value ! 
2.96** 
0.64 
0.88 
1.07 
=0.01, =0.05 
Table 4.1 shows the Mean, SD and t values of male and female group of 
employees on work commitment as a whole and on its three dimensions. Result 
indicates that there is significance difference between male and female employees on 
affective commitment. The t-value in the table reveals that there is significant 
difference between the two groups (Male and Female) on affective commitment-
dimension of work commitment. But on comparing the m.ean scores of male and 
female employees, it is found that male employees scored higher on affective 
commitment whereas females scored higher on normative commitment. 
Higher scores on normative commitment among female employees is 
associated to the reason that females have the feeling that it is their duty to stay in the 
organization, because they perceive more responsibility and greater sense of stability. 
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When they get settled with a job, they don't prefer to run here and there for searching 
new jobs as it might be time consuming, hectic and moreover females may feel 
uncomfortable working with new colleagues and new environment. On the other hand 
it was found that male employees scored higher on affective commitment, the reason 
for such result is that male employees feel more attached to their organization, they 
spend most of their time in the organization and they perceive more organizational 
support from their employer and colleagues. 
Further results indicate that male scored higher on total work commitment 
than female employees. Because male employees get more time to dedicate to their 
organization; their main task is to perform their job whereas females have many other 
duties associated with their families and home. 
Table 4.2: Showing the difference between employees below and above 29 years 
on work commitment. 
Dimensions of 
work commitment 
Affective 
Continuance 
Normative 
Total work 
commitment 
Age 
Mean 
20.28 
22.43 
25.60 
66.96 
>29 
SD 
4.71 
5.56 
4.44 
9.21 
Age 
Mean 
2.174 
23.09 
26.37 
71.43 
<29 
SD 
4,58 
3.96 
3.91 
8.37 
t -value 
1.29 
0,81 
1.11 
2.21* 
=0.01. =0.05 
Table 4.2 shows the Mean, SD and t values of employees above and below 
29 years of age on work commitment as a whole and on its three dimensions. Result 
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indicates that there is no significant difference between the younger (< 29) and older 
(> 29) employees on the three dimensions of work commitment. Table further reveals 
that the younger and older employees showed significant difference on total work 
commitment, t -value (t=2.21) is significant at 0.05 level of confidence. When the 
mean scores were compared it was found that younger employees scored higher on 
affective, continuance and normative commitment as well as on the total work 
commitment. High mean scores among younger employees showed that younger 
employees are more energetic, more enthusiastic and they love to work in 
environment where change takes place, whereas older employees do not want change 
because they perceive that change will bring disturbance in their current working 
style. So, their commitment is found to be low in an organization where change takes 
place. 
I'resent finding is supported by Sommer, Bac and Luthans (1996), according 
to them age was found to be significantly related to the organizational commitment 
rather than experience and education. Angel and Perry (1981) also found age as one 
of the correlates of commitment. 
Table 4.3: Showing the difference between male and female group of employees 
on organizational change. 
Dimensions of organizational 
change 
Structural change 
Technological change 
Cultural change 
Total work organizational 
change 
Male 
Mean 
15.20 
24.20 
33.55 
57.75 
SD 
1.66 
3.32 
2.58 
5.00 
Female 
Mean 
24.89 
34.11 
15.6! 
74.61 
SD 
2.76 
2.00 
1.56 
4.20 
t value 
18.28" 
16.25" 
38.17" 
15.9" 
=0.01, =0.05 
50 
Table 4.3 shows the Mean, SD and t value of male and female group of 
employees on organizational change as a whole and on its various dimensions. Result 
reveals the fact that the two group (Male and Female) of employees differ 
significantly on structural change, technological change and cultural change-
dimensions of organizational change as well as on total organizational change. The t-
value is found to be highly significant at 0.01 level of confidence for all the dimension 
of organizational change and total organizational change. Thus it is made clear that 
both the groups (male and female) differed significantly. 
While comparing the mean score of the male and female employee it is 
found that female employees scored higher on structural change and technological 
change whereas male employees scored higher on cultural change-a dimension of 
organizational change. This result is due to the fact that female employees welcomed 
structural and technological change more enthusiastically than male employees. 
Table 4.4: Showing the difference between employees having age less than and 
more than 29 on organizational change. 
Dimensions of 
organizational change 
Structural change 
Technological change 
Cultural change 
Total organizational change 
Age 
Mean 
18.88 
27.70 
26.69 
63.80 
>29 
SD 
5.03 
5.38 
8.88 
9.47 
Age<29 
Mean 
19.80 
31.20 
25.09 
66.16 
SD 
5.55 
5.92 
9.47 
9.60 
t value 
! 
1.07 
2.67*' 
1.07 
1.51 
=0.01, =0.05 
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Table 4.4 shows the Mean, SD and t-values of employees above and below 29 
years of age on organizational change as a whole and on its various dimensions. 
Findings depicts that no significant difference exists between the two age groups on 
structural change and cultural change- dimensions of organizational change but 
significant difference was found on technological change. The t- value for 
technological change (t=2.67) is found significant at 0.01 level of confidence. 
Whereas, total organizational change also shows insignificant difference between two 
age groups of employees. However, on comparing the mean scores of two age groups 
it is clear that employees with age less than 29 years (Age<29) scored higher on 
structural change and technological change. 
When we compare both the groups on total organization, it is evident from the 
table that mean score of younger employees (Age<29 yrs.) is higher than older 
employees (Age >29 yrs.). Younger employees prefer to introduce change; they like 
to work in a challenging environment. Younger employees are more technological 
savvy and like innovations that is why they scored higher on dimensions of 
organizational change as well as on total change. However employees with more than 
29 yrs of age do not like change much because they have developed work habits and 
skills. They do not like to unfreeze their current behaviour and learn new skills, so 
they scored lower on organizational change. 
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Results of Stepwise Multiple Regression Analyses: 
Stepwise Multiple Regression Analyses was done to predict different 
dimensions of organizational change in total sample as well as on other variables like 
male, female and different age groups. The tables given below explain the results and 
discussion of regression analysis. 
Results of stepwise Multiple Regression for total sample: 
Table 4.5: Stepwise Multiple Regression for Affective Commitment: 
Predictor 
Structural 
change 
R 
.311 
R' 
.130 
R' 
change 
.030 
P 
-.172 
F 
7.350 
t 
2.234* 
=0.01, =0.05 
Table 4.5 depicts that affective commitment- a facet of criterion variable is 
significantly influenced by predictor variable as F value (F= 7.350) is significant at 
0.01 level of confidence. Table reveals the fact that structural change- a dimension of 
organizational change has been emerged as a significant predictor of affective 
commitment- a dimension of work commitment. Structural Change shows 30% 
variation towards the criterion variable. The rest predictor variables could not enter in 
regression because they could not satisfy the criterion of entrance. The t value is 2.234 
and is statistically significant at 0.05 level. Hence, related null hypothesis (Hoi) stands 
rejected. 
Negative beta value (P= -.172) shows an inverse relationship between 
structural change and affective commitment in total sample. This relationship is 
because of the reason that rapid advances in information technology, globalization. 
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greater international integration and increased trade flow in Godrej Infotech force 
organizations to bring change. Which inturn effects employees' emotion and feelings 
associated with organization. Large scale downsizing and layoffs of employees due to 
changes in organization brings negative influence on employees' commitment. It 
increases their anxiety level and put strain on them. Thus with the increase in 
structural change, affective commitment of employees is decreased. This result is also 
supported by the findings of Schabracq and Cooper (1998). He found that due to 
change in organization, employees' positions and technical skills are changed or 
altered, and when employees fail to make necessary technical adjustments, a sense of 
uncertainty arises about the future, which, in turn, creates stress. This uncertainty 
affects employees' work commitment. 
Table-4.6: Stepwise Multiple Regression for Continuance Commitment: 
Predictor 
Structural 
change 
R 
.162 
R^  
.026 
R^  
change 
.026 
P 
.162 
F 
3.933 
t 
1.998' 
** ^ ^ . * 
=0.01. =0.05 
Table 4.6 shows significant influence of predictor on continuance 
Commitment - a dimension of work commitment of total sample group. From the 
table it is clear that only one predictor that is structural change -a dimension of 
organizational Change showed significant influence. It showed variance of 2.6% 
towards criterion variable. Table emphasizes that F value=3.993 is significant at 0.01 
level of confidence. The corresponding t- value equal to 1.998 is significant at 0.05 
level of confidence. Hence, related null hypothesis (Ho.l) stands rejected and all other 
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hypotheses stand accepted. Further table also reveals that any other dimensions of 
organizational change as well as the whole organizational change do not show 
significant influence on continuance commitment. 
Beta value (P=0.162) shows positive relationship between structural change 
and continuance commitment. From the finding it is clear that structural change in the 
organization helps employees to develop commitment, which means that when there 
is change in autonomy, power, and promotional schemes it will automatically lead to 
continuance commitment. It clearly signifies that employees' perception of leaving 
the organization will lead to pay more cost than most likely employees' presume to 
remain attached to the same organization. Thus, people with more continuance 
commitment will have more attachment towards work and most likely it is 
presumed that after leaving present organization imbalance may occur between 
employees' financial assistance, autonomy and moreover in promotional schemes, 
Table-4.7: Stepwise Multiple Regression for Normative Commitment: 
Predictor 
Structural 
change 
Technological 
Change 
R 
.242 
.290 
R' 
.059 
.084 
R^  
change 
.059 
.025 
P 
.182 
.170 
F 
9.279 
6.773 
t 
2.16* 
2.019* 
=0.01, 0.05 
Table 4.7 shows the influence of predictors that is structural change and 
technological change- dimensions of organizational change on normative 
commitment (criterion variable) for the total sample group. Two predictors showed 
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significant influence out of which structural change showed 5.9% variance towards 
normative commitment and together with technological change 8.4% variance was 
shown. Structural change showed 18% influence when normative commitment was 
increased by 1, in comparison to this technological change showed 1 T/o influence. 
The above table indicates that F values =9.279 and 6.773 for structural change 
and technological change respectively are significant at 0.01 level of confidence. The 
t- value for structural change is significant at .05 level hence Ho.l stands rejected and 
t- value for technological change is significant at .05 level, rejecting Ho.4. Hence, all 
the null hypotheses stand accepted except the null hypotheses Hoi. and Ho.4 stand to 
be rejected. 
The corresponding beta values show positive relationship between structural 
change and normative commitment (p=.182) as well as in technological change and 
normative commitment (P=.170). Positive relation between structural change and 
normative commitment is due to the reason that employees in Godrej Infotech feel 
that structural change will bring both opportunities and challenges. Opportunities to 
achieve higher wages, increased employment and higher living standards and the 
challenges of creating the right environment to take advantage of the opportunities 
available to the fullest extent possible. Structural change will provide them more 
power. Thus such kinds of feelings and positive perceptions tend to increase 
normative commitment among employees. 
Whereas positive relation between technological change and normative 
commitment is due to the reason that employees feel that introduction of new 
technology will make their jobs easier and less time consuming. Introduction of better 
communication and information system in the organization will increase employees 
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efficiency, reduce role ambiguity and conflict; hence they ought to remain with the 
organization. This positive perception of change increases employees' normative 
commitment. 
Table-4.8: Stepwise Multiple Regression for total work Commitment: 
Predictor 
Structural 
change 
R 
.162 
R^  
.029 
R^ 
change 
.029 
P 
.162 
F 
3.933 
t 
2.11* 
* * „ „ , * 
=0.01, =0.05 
Table 4.8 indicates that structural change emerged as a strong predictor for 
total work commitment for total sample. The predictor variable shows 2.9% variance 
towards total work commitment, t-value in the table is significant at 0.05 level of 
confidence thus it rejects the null hypothesis Ho.l. 
(3 value (P=.162) in the table indicates that structural change is positively 
influencing total work commitment. When there is any change in the structure, overall 
commitment of employees increases. Employees in the organization are given prior 
information regarding the implementation of these changes, which increases their 
involvement in the implementation of change process. And this involvement in 
decision making processes leads to positive perception of change among employees. 
Effective communication system and involvement in decision making process 
increases employees' commitment. Results have shown that those practices that 
enhance employees involvement generally been found to have a positive effect on 
commitment and productivity (Wagner, 1994). If employees are highly satisfied with 
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their work, co-workers, pay, promotion and supervision, they are more likely to be 
committed to the organization. 
Results of Regression Analyses for Female Group: 
Table-4.9: Stepwise Multiple Regression for Affective Commitment: 
Predictor 
Total 
change 
R 
.351 
R^  
.123 
R^  
change 
.123 
P 
.351 
F 
8.72 
t 
2.95" 
"=0.01,'=0.05 
The regression analysis indicates that the total organization change is a 
significant predictor of affective commitment having multiple R=.351, F=8.72, P<.05. 
From the R" value it is clear that, it shows 12.3% variance towards affective 
commitment. The t-value is significant at 0.01 level of significance, hence Ho. 11 
stands rejected. 
Beta value (P= .351) shows a positive relationship between affective 
commitment and total organizational change. It means that if there is positive change 
in the organization, there will also be positive change in the affective commitment of 
the female employees. As female employees show greater emotional attachment, they 
perceive any change in organization as beneficial for them as well as for the 
organization. Thus the affective commitment also increases. Female employees when 
become accustomed to a particular job, culture and norms of the organization, they 
find it hard to change the job or leave the organization, due to various personal, 
family and organizational reasons. Thus when any change is introduced in the 
organization they accept it as a part of their life and behave in a positive manner. This 
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positive attitude towards change tends to increase their attachment to the organization. 
Angel and Perry (1981) study also goes with the present result; they found that female 
are strongly committed to their organization. 
Tabie-4.10: Stepwise Multiple Regression for Continuance Commitment: 
Predictor 
Structural 
change 
R 
.327 
R^ 
.107 
R^  
change 
.107 
P 
.327 
F 
7.427 
t 
2.72** 
=0.01, =0.05 
Table 4.10 shows significant influence of predictor on continuance 
commitment-a dimension of work commitment among female group of employees. 
The regression analysis indicates that only one predictor i.e. structural change has 
emerged as a predictor of continuance commitment. The statistical value t = 2.72 is 
significant at ,01 level thus the null hypothesis Ho-2 stands rejected. Structural change 
is a significant predictor of criterion variable having multiple R= .327 and F= 7.427. 
R' value implies 10.7% variation in the criterion variable. P- Coefficient for structural 
change is .327, showing positive relation between structural change and continuance 
commitment. 
Reason for this positive relation is that the female employees in Godrej 
InfoTech are given chance to grow and learn, they are given preference during role 
assignment, power distribution and promotions. Thus when any structural change is 
introduced in the organization, employees perceive it in a positive manner. The 
facilitative work environment in the organization, motivate them to continue with the 
present organization. The result of the present study also supported by the findings of 
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Opkara (2004), he found that when employees are sure that they will grow and learn 
with their current employers, their level of commitment to stay with the particular 
organization increases. 
TabIe-4.11: Stepwise Multiple Regression for Normative Commitment: 
Predictor 
Structural 
change 
R 
.423 
R^  
.179 
R^  
change 
.179 
P 
.423 
F 
13.54 
t 
3.68" 
* • ^ ^ . * 
=0.01. =0.05 
Table 4,11 indicates that structural change significantly influence normative 
commitment criterion variable. Structural change shows 17.9% variance towards 
normative commitment (R^=.179) for females employees, t-value in the table is 
significant at .01 level of confidence thus Ho-2 stands rejected. 
Beta value (P=.423) depicts a positive relationship between structural change 
and normative commitment of female employees. This means when there is any 
change in structure there will be positive change in normative commitment of female 
employees. Because female employees are more loyal to their work and perceive 
change in a positive way. When they find that there is transparency in the promotion, 
perks and benefits. They are not being differentiated on the basis of gender and are 
involved in organization decision making process. Then it influences their normative 
commitment in a positive manner. 
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Table-4.12: Stepwise Multiple Regression for Total Work Commitment: 
Predictor 
Structural 
change 
R 
.336 
R^  
.113 
R^  
change 
.113 
P 
.336 
F 
7.876 
t 
2.806** 
* * „ ^ - * 0.01, =0.05 
Table 4.12 shows that structural change has emerged as a strong predictor for 
the criterion variable i.e. total work commitment in female group of employees. The 
predictor variable shows 11.3% (R^=.113) variance towards the criterion. F value 
(F=7.876) is significant at .05 level of confidence, t value (i=2.806) is significant at 
0.01 level of confidence thus Ho-2 stands rejected, p value(P =.336) shows a positive 
influence of structural change on total work, commitment of female employees. 
Godrej InfoTech Ltd. has an open culture in which equal opportunities are 
given to female employees, they have the power to decide things on their own. After 
making decisions regarding their work they are more committed towards the 
organization hence it enhances their overall work commitment. 
Results of Regression Analyses for Male Group: 
Table-4.13: Stepwise Multiple Regression for Affective Commitment: 
Predictor 
Structural 
change 
R 
.373 
R^  
.139 
R^ 
change 
.139 
P 
-373 
F 
13.723 
t 
3.704** 
=0.01. =0.05 
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Table-4.13 shows the significant prediction of structural change on affective 
commitment-dimension of woric commitment among the male sample group of 
employees. Table depicts the R^  value which shows contribution of the predictor or it 
can be said that structural change shows 13.9% variance towards affective 
commitment. Result also reveals that F-value for the predictors is significant at 0.01 
level of confidence. On seeing t-value it is clear that structural change is significant at 
0.01 level of confidence. On the basis of t-value, it was concluded that null hypothesis 
Ho.2 stands rejected. 
Negative beta value (P=-.373) in the table illustrates the fact that structural 
change shows negative influence on affective commitment. This means when 
structural change increases by 1 affective commitment decreases by 37%. This 
inverse relationship between structural change and affective commitment among male 
employees is due to the fact that male employees are not emotionally attached to their 
organization, due to rapid or frequent changes in strategy, structure, policv. 
communication and hierarchy. Their confidence level goes down due to frequent 
changes in organizational structure which in turn lowers the level of their affective 
commitment. 
Table-4.14: Stepwise Multiple Regression for Continuance Commitment: 
Predictor 
Structural 
change 
Technological 
change 
R 
.421 
.546 
R' 
.178 
.298 
R^  
change 
.178 
.039 
P 
-.396 
4.584 
F 
18.363 
-.200 
t 
4.298** 
2.141* 
•* „ „ . • 
=0.01, =0.05 
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Table—4.14 shows the significant influence of predictor variable on 
continuance commitment—dimension of criterion variable for the group of male 
employees. From the table it is clear that two predictors emerged from the 
organizational change. R square change shows the individual contribution of the tw 
predictors, structural change and technological change shows 17.8% and 3.9% 
variation towards the criterion that is continuance commitment. Value of the F= 18.36 
in the table is significant at 0.01 level of confidence similarly t- value is also found 
significant at 0.01 level in the structural change and in case of technological change t-
value is found significant at 0.05 level of confidence, thus rejecting Ho.2 and Ho.5. 
Further the regression coefficient P in the table shows that structural change is 
negatively influencing and technological change is positively influencing the 
continuance commitment. There is an inverse relation between structural change and 
continuance commitment, which means with the introduction of structural change 
there is decrement in continuance commitment among male employees. Reasons for 
this is that structural change brings with it more challenges, more specialized means 
of production, high centralization of power and role ambiguity for employees. .And 
this puts greater demand on the part of male employees. Thus, male employees find 
these challenges as a burden and this negative perception of change leads to decrease 
in their continuance commitment. 
There exists direct relation between technological change and continuance 
commitment as beta value is positive. Positive relationship between technological and 
continuance commitment is associated to the reason that in Godrej Info Tech male 
employees are given proper training for the newly implemented technology, time to 
time managers hold meetings and involve employees during implementing new-
changes. Employees perceive that new change will help them in better performance-
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which in-turn bring more perks, benefits and increment to them. Thus this positive 
perception will force them to continue with the present organization. 
Table-4.15: Stepwise Multiple Regression for Normative Commitment: 
Predictor 
Structural 
change 
R 
.723 
R^  
.523 
R^  
change 
.027 
P 
.164 
F 
46,023 
t 
2.16* 
=0.01, =0.05 
Table 4.15 shows the significant influence of structural change—dimension of 
organizational change on normative commitment- dimension of work commitment on 
the group of male employees. The value of R square shows that structural change is 
showing 5.2% variation towards the criterion variable. From the P value it is clear that 
predictor variable shows positive influence on the criterion variable that is when 
structural change is increased by 1, normative commitment increases by 69% .The 
value of the F signifies that predictor is significant at 0.01 level of confidence which 
is confirmed by the t- value as t-value for structural change is significant at 0.05 level 
of confidence thus Ho.2 stands rejected. 
The employees in the IT unit are experiencing transparency in promotion 
process/ promotion, salary benefits, higher living standard and perks which has led to 
satisfaction among the employees with their present state of employment in the 
organization. As a result of this, they feel attached with the organization; and are 
identifying themselves with the organizational goals and its future targets. 
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Table-4.16; Stepwise Multiple Regression for Total Work Commitment: 
Predictor 
Structural 
change 
Cultural 
Change 
R 
.578 
.621 
R' 
.334 
.385 
R^  
change 
.334 
.051 
P 
.533 
.244 
F 
42.59 
26.32 
t 
6.30'* 
2.95** 
=0.01, =0.05 
The above table 4.16 reveals the significant influence of structural change and 
cultural change on total work commitment of male employees. R square change 
shows the individual contribution of the two predictor thus structural change and 
cultural change shows 33% and 5% variation towards the criterion that is total work 
commitment, t values in the table are significant at .01 level of significance thus H„-2 
and Ho-8 stands rejected. 
Beta value in the table illustrates the fact that structural change and cultural 
change have positive influence on the criterion variable-total work commitment. It 
means when structural and cultural changes are increased there is an increase in total 
work commitment of male group of employees. Change in power distribution, 
hierarchy, job-role, decision making process bring positive changes in male 
employees perception, if they perceive these changes beneficial for them then it will 
impact their work commitment in a positive way. Novel!! et.al (1995) noted that 
positive perception of outcome of change tend to increase employees commitment to 
change and overall work commitment. Whereas when there is some change in the 
work culture male employees feel that it will bring superior performance as they 
become bored with the same conventional and strict culture. Generally it has been 
found that male employees don't like to work in a culture where bureaucratic style of 
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leadership is observed, they prefer to work in a friendly culture. Thus change in 
culture enhances their work commitment. 
Regression Analyses for Age Groups: 
Results of regression analyses for employees below 29 years 
Table-4.17: Stepwise Multiple Regression for Affective Commitment: 
Predictor 
Technological 
Change 
R 
.457 
R^  
.209 
R^  
change 
.209 
^ 
-.457 
F 
17.980 
t 
4.240" 
* • ^ ^ , * 
=0.0!, =0.05 
The above table reveals the significant influence of technological change on 
affective commitment of employees with age below 29 year. It is clear from the result 
that out of three only one predictor i.e. technological change emerged significantly. 
Technological change is a significant predictor having multiple R= .457. and 
F= 17.980 (P<.01). The value of R^ shows that technological change is showing 20.9% 
variation towards criterion variable-affective commitment, t value is significant at .01 
level of significance thus Ho-6 stands rejected. 
Negative beta (p= -.457) value shows the fact that there is an inverse 
relationship between technological change and affective commitment of the 
employees having age less than 29 yrs. It means if there is an increase in 
technological change in an organization, affective commitment of employee will 
lower down. Godrej InFotech is an IT company, it introduces more technological 
change, therefore this negative impact is seen on affective commitment. The reason 
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for above result is that employees perceive technological change as a threat, problem 
or uncertainty in work. They think that new change will bring greater challenges for 
them and these negative feelings towards change will consequently lower down their 
affective commitment. Literature also confirms it that change is a source of feelings of 
threat, anxiety, uncertainty, frustration and alienation (Ashford, 1989). Since the 
Younger employees are new to organization and are less experienced with the 
practical world of organizations, they think that infusion of new technology will 
change the nature of their current job and will impact the interaction with the co-
workers. 
Table-4.18: Stepwise Multiple Regression for Continuance Commitment: 
Predictor 
Technological 
Change 
Structural 
Change 
R 
.369 
.455 
R^ 
.136 
.207 
R^ 
change 
.136 
.071 
? 
-.748 
.463 
F 
10.70 
8.74 
t 
3.952* 
2.44" 
=0.01, =0.05 
Table 4.16 shows the significant prediction of technological change and 
structural change on continuance commitment. These two dimensions of 
organizational change emerged as strong predictors in regression analysis. Going by 
the result it is seen that technological change accounted for 13.6%variance in 
continuance commitment whereas structural change accounted for 7% variance in 
continuance commitment, t value for technological change is found significant at .01 
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level thus Ho.6 stands rejected and for structural change t value is found significant at 
,05 level hence Ho.3 is also rejected. 
The regression co-efficient (P=-.748) for technological change is statistical!) 
significant and show negative influence on continuance commitment i.e. when there is 
increase in technological change, continuance commitment will decrease. Inverse 
relationship between technological change and continuance commitment is associated 
to the reason that younger employees perceive technological change in a negative 
way, they think that change will lower down their ability to perform their jobs, they 
will have to again learn new skills and techniques and this will decrease their 
continuance commitment. 
Beta value ((3=.463) for structural change is showing positive relationship with 
continuance commitment, means, when structural change increases continuance 
commitment also increases. This relationship might be due to the reason that 
employees feel that this change will bring better policies, career development 
opportunities and better working environment. They compare the cost of leaving this 
organization with other organization and when they find it beneficial to stay with the 
present organization, thus their continuance commitment increases. 
Table-4.19: Stepwise Multiple Regression for Normative Commitment: 
Predictor 
Cultural 
Change 
R 
.260 
R' 
.067 
R^  
change 
.067 
P 
.260 
F 
4.91 
t 
2.21* 
=0.01, =0.05 
An examination of the table 4.19 indicates that cultural change emerged as a 
strong predictor for Normative Commitment-a dimension of work commitment. R* 
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value in the table indicates that cultural change shows only 6.7% variation towards 
normative commitment, t value is significant at .05 level of significance hence Ho.9 
stands rejected. But the regression coefficient (p=.260) for cultural change shows a 
positive relation between the two variables i.e. cultural change and normative 
commitment. 
When cultural change is implemented in organization, normative commitment 
increases with the change. The reason for this is that younger employees prefer to 
work in culture where their personal worth is recognized, where they are empowered 
for actions and are given chance for innovation and creative thinking. When the 
employees feel that these priorities and values are being taken care by the leaders or 
organization they feel that its their duty to be committed to the organization. Godrej 
Infotech provides environment where leaders set goals, clarify desired outcomes, 
provide feedback and give rewards for desired performance. They inspire employees 
through personal examples, show good ethics and values. This in turn enhances the 
organizational culture and leads to increase in the commitment of employees. 
Lok and Crawford (2004) conducted a study to examine the effects of 
organizational culture and leadership styles on job satisfaction, and organizational 
commitment among managers. Results showed that innovative and supportive 
cultures and a consideration leadership style had positive effects on commitment. 
TabIe-4.20: Stepwise Multiple Regression for total work Commitment: 
Predictor 
Technological 
Change 
R 
.467 
R^ 
.218 
R^ 
change 
.218 
P 
-.467 
F 
18.93 
t 
4.35" 
Sig. 
.000 
=0.01, =0.05 
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Findings in the table 4.20 indicate the significant influence of technological 
change-a dimension of organizational change on total work commitment of 
employees with age less than 29 years. Technological change emerged as a strong 
predictor showing a variation of 21.8% towards the criterion variable-total work 
commitment. 
Negative beta value (P= -.467) in the table indicates an inverse relationship 
between technological change and total work commitment. When there is increase in 
technological change, work commitment of employees' decreases. In the rapid pace 
of technological development, a new technology is introduced every next day which 
influences employees job related attitude. As Godrej Infotech is a I.T organization, it 
implements rapid technological change in the units, which have brought many 
difficulties to employees, once they learn a new technique and become accustomed to 
it, in no time it becomes obsolete and new technology is introduced. Thus, these 
frequent changes affect employees work commitment in a negative way. t value 
(t=4.35) is significant at .01 level thus Ho.6 is rejected. 
Results of Stepwise Multiple Regression for employees above 29 
years 
Stepwise Multiple Regression for Affective Commitment shows that there is no 
significant predictor of this criterion variable. 
Table-4.22: Stepwise Multiple Regression for Continuance Commitment: 
• • • 
Predictor 
Cultural Change 
R 
.289 
R' 
.083 
R^  
change 
.083 
P 
-.289 
F 
7.193 
t 
2.68** 
=0.01, -0.05 
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Table 1.22 shows the significant influence of cultural change on continuance 
commitment of employees with age above 29 years. Cultural change emerged as a 
predictor dimension and the rest two dimensions could not enter the criterion of 
predictability. F value is found significant at level of confidence. R square change 
shows 8.3% variance towards criterion i.e. continuance commitment, t value (t=2.68) 
is significant at 0.01 level of confidence hence Ho.9 stands rejected. 
Table further reveals the fact that p value (P=.289) shows negative influence 
of cultural change on continuance commitment. When there is increase in cultural 
change, continuance commitment of the employees will lower down. Values and 
beliefs are deep rooted in the employees and these are difficult to change but when 
employees are forced to change these deep rooted values, employees face adjustment 
problems. Introduction of multinational companies have brought drastic changes in 
the culture of Indian organizations. In order to keep pace with the competitive market 
Godrej also brings change in its culture. It's older employees who are accustomed to 
IT culture, they fear from their leaders, their authoritative style of management. So 
when older employees are forced to change from the current culture to the derived 
modern culture, it becomes a problem for them, resulting in lower level of 
continuance commitment among them. 
Table-4.23: Stepwise Multiple Regression for Normative Commitment: 
Predictor 
Total 
Change 
R 
.343 
R^ 
.118 
R^  
change 
.118 
P 
.343 
F 
10.55 
t 
** 
3.24 
=0.01, =0.05 
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Flesults from table 4.23 reveal that total change emerged as a predictor 
variable for normative commitment. R^  value (R^=.1I8) shows 11.8 % variance 
towards the criterion variable- normative commitment. The t-value is found to be 
significant at .01 level of confidence thus Ho.l2 stands rejected. Beta value reveals 
that the total change is positively related to normative commiiment. When there is any 
change in organization, normative commitment of older employees will also increase 
with this change. Research conducted by Sommer et.al (1996) reveals that when the 
organizational structure becomes more employees oriented, commitment of 
employees' increases and more the positive perception towards organizational 
climate, the more will be the commitment. 
Stepwise Multiple Regression analysis for Total work commitment shows that 
there is no significant predictor of this criterion variable. 
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CONCLUSION 
The results of the study indicate that dimensions of organizational change-
structural change, technological change, cultural change extend significant influence 
on work commitment of employees, in the total sample, male and female group and 
different age groups. The result of the study is presented in two phases: 
1. Table 4.1 to 4.4 showed the t-test results for different groups of employees. 
2. Table 4.5 to 4.24 showed the Stepwise Regression analysis results for different 
groups. 
One of the objectives in this study is to find out the significance of difference 
between male and female group of employees on dimensions of work commitment. 
Table 4.1 indicates that both the group showed significance difference on affective 
commitment, there was a difference in the mean score of these groups also. Male 
employees scored higher on affective commitment whereas female employees scored 
higher on normative commitment suggesting their different commitment levels. 
Investigator also tried to find out the significant difference between the two 
age groups i.e. age group, above 29 and below 29 years on dimensions of work 
commitment. Table 4.2 suggests that both the age groups show significant difference 
on total work commitment, but did not show any difference on other dimensions of 
work commitment. Findings showed that mean scores of younger employees were 
higher than older employees. It can be concluded that younger employees are more 
energetic, enthusiastic and love to work in an environment where change takes place. 
These results are supported by findings of earlier studies on age. Age was found to be 
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significantiy related to work commitment rather than experience and education 
(Sommer. et.al, 1996). 
Table 4.3 shows the significance of difference between male and female group 
of employees on dimensions of organizational change as well as on total 
organizational change. Results illustrate that there was significance of difference 
between the two groups of employees. The t- value was found to be significant at .01 
level of confidence for all the dimensions of organizational change. Mean score of 
female employees was found to be higher as compared to male employees. Result 
indicates that female employees perceive more change as compared to their male 
counterparts. 
Table 4.4 shows the significance of difference between employees having age 
below and above 29 years on one of the dimension of organizational change-
technological change. The t-value is found significant for technological change. 
Results also indicate that younger employees perceive more organizational change as 
compared to older employees. Thus it can be concluded that younger employees love 
to work in a challenging environment, prefer to introduce change whereas older 
employees don't prefer change. 
The result of regression analysis in table 4.5 to 4.8 for total sample specified 
that structural change negatively influenced affective commitment whereas there was 
positive influence of structural change on normative, continuance and total work 
commitment. Technological change emerged as predictor for normative commitment 
for total sample. From the result it can be concluded that structural change has great 
impact on employees' commitment both in positive and negative way. It is the 
perception of the employees which makes the direction of impact. Novelli et.al (1995) 
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noted that positive perception of outcome of change tends to increase employees 
commitment. Thus those employees who perceive structural change in a positive 
manner their commitment to organization increases. 
Results of table 4.9 to 4.12 for the female group indicate that structural change 
has a positive impact on the female employees' commitment whereas total change 
was also found to be significant predictor among female employees. It can be 
concluded from the findings that female employees are given extra preference and 
their choice are taken into consideration in Godrej InfoTech, which increases their 
work commitment. 
Tables 4.13 to 4.16 depict the regression analyses of male group of employees. 
Male group showed structural change, technological change and cultural change as 
strong predictors on different dimensions of work commitment. Structural change 
emerged as the strongest predictor. There was a negative impact of structural change 
on affective commitment and continuance commitment among male group of 
employees while a positive influence was found on normative and total work 
commitment. Findings show that technological change has a negative influence on 
continuance commitment of male group. It could be associated to the reason that 
technological change brings uncertainty, threat and stress to employees, thus. 
impacting their continuance commitment. In male group cultural change also emerged 
as a predictor on total work commitment. 
Table 4.17 to 4.24 shows the regression analyses for different age groups, 
results indicate that technological change emerged as a strong predictor for employees 
below 29 years of age on two dimensions of work commitment-affective and 
continuance commitment as well as on total work commitment. Technological change 
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showed negative influence on work commitment. This could be associated to the 
reason that younger employees think that technological change will lower down their 
ability as they are not well acquainted to the new launched technology, they will have 
to again learn these new techniques this will lower down their commitment. 
In case of employees above age 29 years, total change and cultural change 
emerged as predictors in normative and continuance commitment respectively. There 
was no significant predictor found on affective commitment and total work 
commitment. 
Limitations: 
1- One of the limitations of the present study could be the sample size as present 
study has been conducted on a small sample i.e. 151. 
2- In the present study only one unit of the organization has been taken, while 
ignoring other units of the organization which might be significant in this 
context. The data collected and analyzed came from a subset of employees 
from a single company; therefore, findings can not be generalized to other 
settings. 
3- This study has taken only two variables i.e. organizational change and work 
commitment but there are numerous other variables like job involvement, 
turnover, work performance etc. that can be investigated as outcome of 
organizational change. 
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SUGGESTIONS 
• Most of the studies of change focus on one organization, or one change. So for 
future research it could be suggested that investigating cross organizations 
relationships would help in better understanding and generalization, which is 
not possible when studying a single change or single organization. 
• Future research should expand the dimensions of change and explore the 
possible impacts and relationships or other related constructs. 
• Attempts should be made to study actual behavioural reactions to change as 
well as other attitudes and emotions associated with change. 
• Longitudinal study can be conducted to get a clear understanding. 
• In addition to organizational change, other factors which influence work-
commitment can also be included. 
'-^ 
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APPENDICES 
Appendix-I 
Organizational Change Measure 
Instructions: 
Dear Respondent, 
This is not a test to examine your knowledge; therefore there is no wrong answer. We are 
interested to know how you perceive your organization. You are requested to read 
carefully each statement and rate them from 1 to 5, according to the key given below: 
• If you totally find yourself in agreement with the statement then you put (5) In 
bracket. 
• If you agree put (4) in the bracket. 
• If you undecided put (3) in the bracket. 
• If you disagree put (2) in the bracket. 
• If you find your self total disagreement with the statement then you put (1) in the 
bracket. 
1. Change frequently occurs in my unit/organization. 
2. Change has been result of a deliberate decision by my manager. 
3. Effective communication system and feedback mechanism have brought change in 
my organization. 
4. Lately, I have been experiencing transparency in promotion process/promotion, 
salary benefits and perks. 
5. Decentralization of power is normal practice in my organization. 
6. I have been experiencing that there has been downsizing and layoffs of employee's 
at large scale in organization. 
7. I have experienced that there is a sudden change in the dealing procedure and 
policies in place of those already in practice. 
8. Latest technology is provided to us as soon as the old ones become obsolete 
/outdated. 
9. Of late, a lot of change at the technological level occurred in my organization. 
10. Jobs which were complex earlier have been made easier due to changes in machines 
and equipments used by my organization. 
11. Change in technology has made us a good competitor in market. 
12. In order to develop the skills compatible to new technology adequate training and 
practice is provided to the employees. 
13. Recent technological innovations are encouraged and introduced in my organization. 
14. Change in the equipments, machines, information system and communication 
system has lead to improve quality and efficiency. 
15. Change in technology, such as email, cell phones, video conferencing etc. has lead to 
a better and fast communication system. 
16. There are frequent changes to the values of my work unit/organization, change in 
culture helps employees in decision making. 
17. My organization still follows / strictly adheres to the work ethics and rules laid down 
by it. 
18. It is generally believed in our organization that changes in beliefs and values bring 
superior performance. 
Biographical Information Blank 
Name: 
Age: 
Educational qualification: 
Job Experience: 
Designation: 
Append ix-ll 
Work Commitment Scale 
Instructions: 
Listed below are a series of statements that present possible feelings that individuals 
might have about the company/organization for which they work 
Please indicate the degree of your agreement or disagreement. Response to each items 
are to be measured on a 7-point scale with scale point labeled as: 
Assign ' I' when you "strongly disagree" 
Assign '2' when you "moderately disagree" 
Assign '3 ' when you "slightly disagree" 
Assign '4' when you "neither agree nor disagree" 
Assign '5 ' when you "slightly agree" 
Assign '6' when you "moderately agree" 
Assign '7' when you "strongly agree" 
S. No. 
1-
2, 
3. 
4. 
5. 
6. 
7. 
8. 
Items 
1 feel proud of being attached to my 
organization. 
1 feel that 1 would be at loss w/hen 1 would be 
leaving this organization 
1 feel a firm conviction of not leaving my job in 
this organization/company because this 
organization/company has helped me to stand 
on my feet. 
1 do not leave the office/work place unless 1 
complete my task/work 
1 can never think of leaving this organization/ 
company even if my promotion is delayed. 
My organization/company has provided me 
opportunity to live with dignity on this earth, 
so 1 can never think to switch over to other 
company/organization. 
1 believe one should not overstay in the 
organization/company at the cost of family 
affairs. 
My organization/company is sufficiently 
fulfilling my needs which other 
organization/company can not do. 
1 2 3 4 5 6 7 
i 
i : 
i i 
1 
9. 1 1 feei sorry and dissatisfied when 1 fail to utilize 
j my utmost efforts for meeting the goals of the 
1 organization/company. 
10. 
11. 
12. 
i 
13. 
14. 
15. 
Personal benefits are more important than to 
help promote organizational development. 
1 love to work for my organization/company. 
What status ! am enjoying here, 1 could not 
have found it in any other organization/ 
company. 
1 live, eat, and breath my job in this 
organization/ company. 
i do not delay my work because 1 can not take 
any risk of being kicked out from this 
organization/company. 
Real pleasure comes to me when 1 accomplish 
the task. 
i 
t 
i 
i 
j , 
i 
i 
: 
i : 
i ; 
